This paper aims to propose a concept and an instrument of professional fulfillment (PF), which is theoretically defined as the perception of having attained or being on the right track for attaining one's most important career goals. The Professional Fulfillment Scale (PFS) was developed in order to operationalize PF, being tested across two studies. Regarding Study 1, in which 406 workers took part, results from exploratory factor analysis evidenced construct validity for PFS. In Study 2, in which 270 workers took part, results from confirmatory factor analysis and structural equation modeling presented satisfactory model fit indices for PFS. We conclude that both the professional fulfillment concept and the scale are useful for mapping people's importance and achievement of career goals and evaluation of progress, working as a diagnostic tool for career management. Keywords: professional fulfillment; career; goals
How to achieve professional fulfillment? This is a question many people ask, though they rarely get satisfactory or conclusive answers. The perception of being professionally fulfilled certainly involves factors related to management and career development; however, the process of seeking professional fulfillment can be understood as essentially related to meeting the main work needs of people. Today, people have become entrepreneurs of their own careers, choosing jobs and activities that fit their personal goals and values, according to the protean career approach (Hall, 1996) . Therefore, they are increasingly responsible for their own professional success, either by negotiating employment conditions and development opportunities within an organization, or by removing lasting bonds with organizations in general, such as in the boundaryless career approach (Arthur & Rousseau, 1996) .
Another important issue concerns how people organize themselves to achieve their career goals. Career management involves identifying one or more career goals, combined with engaging in strategies that increase the likelihood that these goals will be achieved (Noe, 2013) . As people differ in relation to the goals they prioritize in their careers and in the strategies they use to achieve them, we question how it would be possible to affirm that one has achieved professional fulfillment.
Considering that currently there are no definitions, concepts, models or instruments about professional fulfillment in the national or international literature, and given the recurrence of such terms both in world of work in general and in the career field, this article intends to fill this gap. Therefore, the present article aims at proposing a concept and an instrument of professional fulfillment, presenting it as a construct from the career field and operating it as a goal-based measure. Two studies were carried out to analyze the pertinence of the concept and the validity of the measurement instrument. Next, we will present the concept of professional fulfillment and the aspects that contextualize its relevance and elaboration.
What is professional fulfillment?
A very common problem faced by career counselors is that people rarely care about how little time they devote to reflecting and deciding about what they want to achieve in their careers. This is worrying, since careers are not merely sequences of random events occurring in people's lives, but rather a set of events induced and managed through mature and grounded decisions (Inkson, Dries & Arnold, 2014) . There is evidence, for example, that when people set career goals, as well as plans and strategies to achieve these goals, there is increased satisfaction both in the career and in financial gain (Abele & Wiese, 2008) .
Despite the lack of planning, people in general want to succeed in their careers, which is related to achieving goals. According to Fryer, Ginns and Walker (2014) , the role of goal setting has never been as intensively researched as it is today. Including different contexts, such as the workplace (e.g., Locke & Latham, 2002) , sports (e.g., Smith, Ntoumanis, Duda, & Vansteenkiste, 2011) , eating disorders (e.g. Verstuyf, Patrick, Vansteenkiste, & Teixeira, 2012) and education (e.g., Huang, Zhang, & Broniarczyk, 2012) , the importance of goals is clear, which reinforces the suitability of the proposition of professional fulfillment as a concept based on goals. Regarding career goals, evidence suggests that the quality of a person's career depends on how far the achievement of career goals is compatible with the preferred work context, as well as how these goals can actually be achieved (Greenhaus, Callanan & Godshalk, 2010) .
In addition, Heslin (2005) proposes that research in the career field should use theories that explore what matters most to people, as well as investigate how they perceive or anticipate success in their career. Therefore, professional fulfillment focuses on career goals; however, we should remember that professional fulfillment is not something static, but dynamic, derived from subjective assessment of the career, and can be altered depending on life events. In addition, achieving certain career goals may require more time for experience and maturity, so people can reach professional fulfillment not only by achieving all their goals, but also by assessing that they are on the right path to achieve them, that is, doing something that contributes to this. Therefore, we emphasize that professional fulfillment is not only about ends, but also about means.
As a concept from the career field, the proposition of professional fulfillment seeks to draw attention to the need to go beyond the organizational context and formal jobs, as suggested by the protean and boundaryless career approaches (Arthur & Rousseau, 1996) . The definition of professional fulfillment proposes that career goals may involve any type of expected outcome, provided that it is of outstanding importance to the individual.
In this sense, professional fulfillment can be defined as the perception of having reached one's most important career goals, or the positive evaluation of being on the right path to achieving these goals, which leads to the following questions: 1) What are career goals composed of ? 2) How do people assess whether they are on "the right path"? Aiming to answer these questions, we should consider that career goals have their origin in personal values, and that the "right track" refers to the subjective validity that people make of their progress in their career. The definition of professional fulfillment is, therefore, composed of two dimensions: 1) Importance and fulfillment of career goals (content of goals) and 2) Evaluation of progress towards goals. In general, the proposed concept suggests that any work activity (including unpaid work), employment or occupation may present the potential of generating satisfaction, as long as it is possible for the individuals to realize that: 1) the most important career goals are being achieved; 2) there is progress towards them. Next, we will present and discuss the theoretical bases that directly substantiate the concept of professional fulfillment proposed here.
Theoretical fundamentals of professional fulfillment
According to goal theory, personal goals can be understood from the content and process perspectives (Austin & Vancouver, 1996; Elliot & Fryer, 2008; Gollwitzer & Moskowitz, 1996) . The content perspective describes the orientations that people have about their future, revealing their desires, worries and intentions. The first of the constitutive dimensions of professional fulfillment refers to the importance and achievement of specific contents of career goals. Similarly, studies such as those conducted by Nurmi, Salmela-Aro and Koivisto (2002) investigate the impact of assessing the importance and achievement of work-related goals on the success of young adults in finding a job after graduation. Studies such as those conducted by Little and Gee (2007) , Salmela-Aro (2008), and Hyvonen et al. (2009) describe the content of sets of personal goals at work; however, such studies are not successful in proposing unified models of possible contents of career goals, reducing the reliability of these studies and the possibility of replication.
In this sense, the concept presented for professional fulfillment aims to reduce this gap, since it considers the content of career goals, at its base, as composed of personal values, whose theories have presented increasing robustness. According to Schwartz (1992; Schwartz et al., 2012) , values are criteria or goals that transcend specific situations, ordered by their importance and that serve as principles that guide the lives of individuals. The content of values is essentially motivational, representing abstract goals that apply in diverse contexts and times, and is based on universal human needs.
After evaluating the values of 9,140 people across 20 countries, Schwartz (1992) obtained a dimensional structure of 10 values: self-determination, stimulation, hedonism, achievement, power, safety, conformity, tradition, benevolence and universalism. These values can be grouped into two bipolar dimensions: Self-enhancement versus Self-transcendence and Openness to change versus Conservation. Self-transcendence encompasses the values of universalism and benevolence, emphasizing equality and concern for the well-being of others. Contrarily, Self-enhancement includes the values of power and achievement, regarding the pursuit of success and dominance of others. Openness to change encompasses the values of hedonism, stimulation and self-determination, referring to the desire for new experiences and the quest for independence of thought and action. On the other hand, Conservation involves the values of tradition, conformity and security, which stand for protection and stability, valuing the maintenance of traditions and the status quo.
Schwartz's human values model has been widely accepted over the years and around the world. Its second-order bipolar dimensions were found and replicated by several studies (see Elster & Sagiv, 2015) . In this sense, goals are understood in terms of values , which make them broader and more abstract than they usually are according to goal theories. Greenhaus et al. (2010) even suggests Schwartz's theory to understand what people look for in their careers, arguing that understanding the value structure proposed by Schwartz contributes to important insights about people's career aspirations. For example, a person who prioritizes material and political values has little chance of being happy in a low-paid occupation with few leadership opportunities. In general, the same occupation or job varies in relation to the ability to satisfy people's values, so that they tend to be more satisfied with jobs in which they can realize their priority values. In short, a goal represents the manifestation of the most important values of the individual (Greenhaus et al., 2010) .
In relation to the achievement of goals that are important, some theories suggest that people benefit from achieving goals especially when they are consistent with inherent psychological needs (Sheldon & Kasser, 1998) . According to Sheldon and Elliot's Self-Concordance Model (1999) , people who pursue self-concordant goals (with interests and values) work harder to achieve these goals, which increases the likelihood of effective attainment (Gaudreau, Carraro & Miranda, 2012) . Therefore, the proposed concept of professional achievement is in line with the literature, suggesting that individuals are more likely to feel professionally fulfilled when they reach their most important (self-concordant) career goals.
The second dimension proposed for the concept of professional achievement, called goal progress, refers to the individual's degree of satisfaction with his or her progress toward career goals. Carver and Scheier's Theory of Control (1982) supports this dimension, since it aims to explain the behaviors that permeate the process that goes from the establishment to the achievement of goals. The Control Theory proposes that goal setting is the result of the pursuit of a performance standard, i.e., monitoring the progress of goals involves periodic checking of the behaviors performed (e.g., how much was eaten) and/or the outcome (e.g., weight loss), comparing such perceptions with the desired performance pattern (e.g., losing 2kg) (Baumeister & Vohs, 2007 , Carver and Scheier 1982 , Webb, Chang, & Benn, 2013 . Monitoring progress towards goals can help achieve these goals by helping to identify discrepancies between current and desired states, allowing people to recognize gaps and adjust behaviors to strive harder (Myrseth & Fishbach, 2009 ).
Both dimensions proposed for professional fulfillment are important for understanding the concept, since not only the achievement or progress towards goals generates greater well-being, but also the types of goals sought and the motivation for the search (Linley et al., 2010) . Achieving self-concordant goals, for example, contributes to greater well-being than achieving non-congruent goals (Sheldon & Kasser, 1998) . Evidence such as this emphasizes the importance of both content and progress of goals in defining professional fulfillment.
When presenting the concept of professional fulfillment, it is necessary to construct its measuring instrument, which must translate and operationalize its theoretical dimensions. Therefore, Study 1 proposes the Professional Fulfillment Scale (PFS), analyzing the construct validity and reliability by means of Exploratory Factor Analysis. Study 2, in turn, tests the PFS structure found in Study 1 by means of confirmatory factor analysis, and uses structural equation modeling to analyze how the two dimensions of the scale interact to generate the latent variable equivalent to professional fulfillment.
Study 1

Method
Scale Development Procedures
At first, 20 semi-structured interviews were carried out to find out what people understood by professional fulfillment. The result of these interviews led to the conclusion that professional fulfillment presented distinct meanings to people (e.g., some attributed professional fulfillment to status, or stability, others considered it more important to do what they liked). Thus, it was identified that the human values theory by Schwartz et al. (2012) translated the content addressed by these people, since they attributed professional achievement to what they valued most in terms of career. The notion of process was also identified in the interviews, that is, some people considered themselves to be professionally fulfilled even though they had not yet fully attained what they wanted most in their careers, but they understood that they were taking a path that would contribute to that. Therefore, to grasp both dimensions of the concept of professional fulfillment, the Professional Fulfillment Scale (PFS) was developed to present two distinct parts, related to assessing the content and progress of goals. In the content part, the second-order dimensions proposed by Schwartz (self-transcendence, self-enhancement, openness to change and conservation) were considered theoretical umbrellas, as proposed by the author in his theory; however, the first version of the PFS contemplated the 19 first-order factors of the model by Schwartz et al. (2012) . In order to construct the items, both the personal values questionnaire PVQ5X , 57 items) and the Work Values Scale (EVT-R -Porto & Pilati, 2010, 38 items) were considered, and the writing of the sentences was adapted to the format of career goals. At least three items were suggested for each of the 19 factors, so some factors presented more than three items. Therefore, the first version of the content part of the PFS originally presented 69 items. The item-factor relation followed the premises of Schwartz et al. (2012) and Porto & Pilati (2010) , but we also used analysis with two judges, who knew the theories used, in order to corroborate the recommended relations. For each item, two answers were requested: one about subjective importance (as something I value in my career, this goal is: 0 = not important to 4 = extremely important), and another about the degree of achievement (the achievement of this goal at the current moment of my career is: 0 = none to 4 = total).
However, in order to analyze the relation between importance and achievement and to obtain the resulting score, the following formula must be used: PFDI = i(a-1), in which PFDI = professional fulfillment degree indicator; i = importance; a = achievement. Only values equal to zero or above should be considered. This calculation allows us to analyze how people achieve the career goals they value most, which is one of the defining dimensions of professional fulfillment and, therefore, one of its indicators. The minimum PFDI score will be 0 (obtained with any value of importance and zero achievement), being the most critical situation in relation to professional fulfillment, while the maximum score will be 12 (maximum importance and achievement), that is, the higher the PFDI score, the more people reach their priority goals, which would indicate greater professional fulfillment. Such a score also reflects that an unimportant goal that is less achieved is less unfavorable than when an important goal has no achievement at all. Likewise, it would be better to achieve a low-value goal than not achieving any goal at all. This type of formula has been commonly used in the literature as a strategy to calculate competence gaps, as proposed by Brandão et al. (2012) , as well as to analyze the gap between preferred and received leadership (Lambert et al., 2012) .
Regarding the dimension goal progress, we present questions that aim to assess people's current career status, analyzing their progress towards career goals, and how satisfied they are with such progress. Table 1 presents the questions and respective forms of response of this dimension.
PFS goal progress part represents the second indicator of professional fulfillment, since even if the individual has not fully attained his or her most important career goals, the evaluation that they are progressing toward them may indicate professional fulfillment. This means that when people realize that they are where they should be or where they could be in their careers, even if this stage does not represent the full achievement of their goals, professional fulfillment can be experienced to some extent, therefore the concept does not represent something static, but a dynamic and subjective process. Although the development of objective measures of goal progress is challenged by the uniqueness of the set of goals pursued by each individual, the goal-pursuit process has previously been operationalized as perceived progress. Previous studies (Monzani, et al., 2015) show that it is possible to assess progress in the format of people's subjective assessment of improvement towards personal goals, which is compatible with the operationalization of goal progress proposed by the PFS.
The PFS framework addresses the two most commonly used measures in targeting, which are goals lists and the idiographic approach (Klug & Maier, 2015) . In the first case, a list of predefined goals is provided and people are asked to indicate what goals they are currently pursuing, which is equivalent to part of the goal content of the PFS. In contrast, the idiographic approach requires people to manage personal goals they are striving for, which are met by the open question (see Table 1 ) required in the goal progress part of the PFS.
Participants
A total of 406 workers with various occupations participated in the study, among whom 62.1% were women, 58.1% were single, 62.6% were undergraduate or graduate students (37.4%) and 45% were younger than 25 years old. However, there were participants of various age groups (26 to 35 years 
Procedures
Participants were recruited at undergraduate and postgraduate institutions. All participants were informed about their rights as volunteers by reading the ICF (Informed Consent Form), which was signed when they agreed to participate in the research. The questionnaire was answered in classrooms, after academic activities, with the consent of the competent authorities.
Data analysis
After analyzing and observing the statistical principles, an Exploratory Factor Analysis (EFA) was performed. First, we conducted the main component analysis, evidencing the factorability of the instrument. Next, we performed principal axis factoring using Promax rotation. In the goal content part, the scales of importance, achievement and the PFDI score were analyzed separately, so that the items that met the inclusion criteria for the two scales and the PFDI (described below) were maintained. The items of the goal progress dimension were analyzed together, except for question 1, which is open and aimed only to activate a goal to guide the other issues. Analyzes were performed using the SPSS (Statistical Package for Social Science), version 20.0.
Results
Results of the exploratory factor analysis evidenced the presence of four factors for the goal content part, according to Table 2 . These four factors represent the types of career goals, being compatible with Schwartz et al.'s (2012) two second-order bipolar dimensions, as presented in Table 3 , which also includes the descriptive statistics for each scale and the PFDI score.
The solution obtained by means of exploratory factor analysis for the goal content part presents only 22 items; 47 items were excluded due to the following criteria: correlations of the anti-image matrix (results below .30 were excluded); factorial load of items (items with load below .40 were excluded); theoretical compatibility of the item with the factor; meeting previous criteria for the scales of importance, achievement, and PFDI score simultaneously. The reliability indices obtained are satisfactory (between .84 and .92) and the correlations between the four factors vary between .28 and .45 for the importance scale (p <.001), between .40 and .60 (p <.001) for the achievement scale, and between .50 and .66 (p <.001) for the PFDI score. The four factors together explain 51.4% of the variance considering the importance scale, 58.2% considering the achievement scale and 58.5% considering the PFDI score. Regarding the goal progress part, it was identified as unifatorial (49.5% of variance explained), with a reliability index of .78 and factorial load of items varying between .62 and .73.
Considering the results obtained in Study 1, we deemed it necessary to perform a second study, with a new data collection, the purpose of which would be to test the factorial structure found with the confirmatory factor analysis. We also aimed to analyze, via structural equation modeling, if the theoretical dimensions proposed for professional fulfillment would be able to generate, empirically, the latent variable equivalent to the construct.
Study 2
Method
Participants
The study included 270 workers, mostly women (76.2%), under 30 (M = 27.9 years), single (59.5%), students (86%), working for less than 2 years (29.7%) or between 2 and 5 years (29.3%).
Instrument and Procedure
The set of items obtained in Study 1 represented the version of the PFS used in Study 2, so that in the goal content part, participants assessed the degree of importance and achievement of 22 items, while in the goal progress part, the same 5 questions from the original scale were used, since the 4-Likert-like response questions included in the EFA were maintained, as was the open question. Participants were recruited using convenience and snowball sampling, being invited via e-mail to participate in an online survey. The same ethical procedures followed on Study 1 were respected, but with a different approach -before starting the survey, people read the ICF and agreed to participate by clicking on "proceed".
Data analysis
Confirmatory Factor Analysis (CFA) was performed to test the PFS factor structure obtained in Study 1, along with Structural Equation Modeling (SEM), which was used to analyze whether the content and goal progress parts would generate the latent variable equivalent to professional achievement. The estimation method used was maximum likelihood, since the normality assumptions of the distribution were met. Both CFA and SEM were performed by AMOS, SPSS 20.0 package, specific for such analyzes.
Results
First, the content part of the PFS was analyzed, which aimed to confirm the factorial structure obtained in Study 1. A priori, the results of the CFA indicated that the fit of the model could be improved. The observance of the fit coefficients, item loads in each factor and modification indices resulted in the exclusion of six items: 6, 10, 11, 12, 15 and 20 (see Table 2 ). The main criteria for the exclusion of items were: a) factorial load (items with load below 0.50 in more than one scale -importance, achievement, and PFDI -were excluded); b) duplication of ideas in the wording of the item (e.g. "Be treated with respect and dignity"; "Be respected and recognized for my work"); c) theoretical association of the content of the item with the other items of the factor and with the definition of the factor itself (e.g. "having a good personal image" and "competing to overcome challenges" in the factor openness to change); d) model fit increase after the removal of the items. The removal of these 6 items culminated in the reduction of the scale from 22 to 16 items, with four items in each factor. When considering the model with 22 items, the fit indices were: χ² = 345.80, χ²/df = 1.71, p = .000, CFI = 0.95, TLI = 0.94, RMSEA = 0.05, SRMR = 0.04. Comparatively, the fit indices of the 16-item model were: χ² = 148.83, χ²/df = 1.55, p = .000, CFI = 0.98, TLI = 0.97, RMSEA = 0.04, SRMR = 0.03, which evidences considerable improvement in the indices compared to the 22-item model.
The results above relate to the calculation of fit indices when considering the answers obtained with the PFDI score. The fit indices of the 16-item model were also calculated separately for such scales, and the values found were close to those previously mentioned (Importance: χ² = 149.86, χ²/df = 1.59, p = .000, CFI = 0.95, TLI = 0.94, RMSEA = 0.04, SRMR = 0.05; Achievement: χ² = 152.53, χ²/df = 1.59, p = .000, CFI = 0.97, TLI = 0.97, RMSEA = 0.04, SRMR = 0.03), but slightly lower, which supports the relevance of the IDPF score. After the items were excluded, the reliability coefficients were recalculated for each factor, as shown in Table 4 . It is possible to observe that the achievement scale had better coefficients than the importance scale, which can be explained by the fact that the achievement of career goals would be more concretely assessed than importance.
The dimension of goal progress of the PFS was also analyzed by the CFA, whose results indicated that the structure obtained in Study 1 is consistent. The model fit indices for this dimension were: χ² = 2.602, p = .272, χ²/df = 1.30, RMSEA = 0.03, CFI = 0.99, TLI = 0.99, SRMR = 0.01, which shows an excellent fit. As shown in Table 3 , the alpha for this dimension of the scale was .78.
Finally, it was verified whether the dimensions goal content and progress of the PFS could generate the latent variable equivalent to the professional achievement, which would corroborate empirically the existence of the model. For the specified model, the fit indices obtained were: χ² = 42.72, p = .001, χ²/df = 2.24, RMSEA = 0.06, CFI = 0.98, TLI = 0.97, SRMR = 0.03. Such results show a good fit of the model, indicating that the goal content part, composed of 4 factors, together with the goal progress part, generate a latent factor equivalent to professional fulfillment. Therefore, it is possible to consider that the PFS represents, in a measurable way, the construct of professional fulfillment, according to the model and factorial loads presented in Figure 1 . An alternative model was also analyzed when calculating the factors of the content dimension, making them observable variables, with fit indices rather high: χ² = 23.59, p = .212, χ²/df = 1.24, RMSEA = 0.03, CFI = 0.99, TLI = 0.99, SRMR = 0.02.
Discussion
The construction of a valid and reliable instrument is as important as the proposal of an innovative construct, such as the case of professional fulfillment. The concept of professional fulfillment is pertinent Note. I = Importance; A = Achievement; PFDI = Professional Fulfillment Degree Indicator; SD = Standard deviation.
because it aligns with contemporary career premises (e.g., Hall, 1996; Arthur & Rousseau, 1996) , whereby people become increasingly responsible for their professional choices and, consequently, for their realization. Another important point relates to the focus on goal theories, meeting the need for more research to indicate how goals can lead people to action to improve their work lives (Greenhaus, Callanan & Godshalk, 2010; Heslin, 2005) . The proposed concept also makes an important contribution by suggesting goal content based on a solid theory of values , which increases the power of generalization and replications, and contributes to solve the consensus problem between goal content theories. Regarding the PFS, it is possible to affirm that Study 1 presents plausible evidence of its adequacy, according to the results of the exploratory factor analysis. Regarding the construct validity, it is necessary to highlight the advances represented by the content part of the PFS, in which the PFDI score between importance and achievement is calculated. Such a score presents adequate reliability indices, being psychometrically valid to measure the gap. Moreover, it represents the gap between achieving or not what is really valued, which operationalizes one of the dimensions of the theoretical definition of professional fulfillment. This contributes to the understanding that not everything the individual achieves is relevant, because it is better when people achieve what matters most to them, rather than when they achieve something they do not value. The use of such a score also helps to reduce the impact of mere self-report, often criticized in the literature due to its high degree of susceptibility.
However, some observations are pertinent with respect to the construction of the PFS. In relation to the 19 factors advocated by Schwartz et al. (2012) and used as the basis for the first version of the PFS, it is observed that in the present study such a structure did not find empirical support as the author proposes it, with support only for second-order bipolar dimensions (self-transcendence, self-enhancement, openness to change and conservation), which led to a significant decrease of items. One possible reason for this is that the items initially advocated by Schwartz to represent general human values, were adapted to the context of career goals. This may have caused changes in meaning and, consequently, in the factorial structure, leading to the exclusion of items whose meaning has been affected. In addition, some items of the initial instrument had contents that were relatively distant from the career context (e.g., "recognize my insignificance in the face of the greatness of things", "to meet my family's needs"), which may have contributed to the low factor load and consequent removal of items.
Regarding the reduction of the scale from 22 items to 16, although the 22-item model presented acceptable fit indices, the most parsimonious model was chosen. In addition, it is observed that the increase in the values of CFI and TLI to more than 0.95, as well as the reduction of RMSEA to below 0.05, represents the fulfillment of the criteria established by Kline (2010) so that the model fit is satisfactory and not only acceptable. Thus, the results obtained in Study 2 showed satisfactory fit indices for the factorial structure of the scale, as well as in relation to the convergence of the two parts in the formation of professional fulfillment as a latent variable. These results demonstrate the robustness of the professional fulfillment concept operationalization, as well as the pertinence of its constituent dimensions.
Overall, professional fulfillment represents a relevant career-building construct, since it takes individual parameters of excellence into account -people have distinct career aspirations, so they will be professionally fulfilled by achieving compatible career goals with such aspirations. Professional fulfillment can be linked to any type of goal, as long as it relates to the most important values and needs of the individual, as proposed by the content dimension of the concept and the instrument of professional fulfillment. Both the 10-value (Schwartz, 1992) and the 19-value ) models present variations around the world. However, it is observed that the theoretical division between the four second-order factors remains in several studies (Elster & Sagiv, 2015) , and also in the present one. Therefore, it is possible to state that the goal content dimension of the PFS, in its final format, reflects the essential core of Schwartz's value theory, translated by the four factors that are equivalent to the second-order dimensions of human values theory.
It is emphasized that professional fulfillment may not be perceived only when people fully achieve their most important career goals; often the current stage of the career is the maximum one can attain at the moment, considering the range of factors that can intervene in a context. According to the concept of professional fulfillment, if individuals realize that they are progressing towards their goals, they could also perceive themselves as professionally fulfilled. Therefore, it is possible to affirm that the professional fulfillment concept and instrument meet the content and process perspectives advocated by goal theories (Austin & Vancouver, 1996; Elliot & Fryer, 2008; Gollwitzer & Moskowitz, 1996) . In short, professional fulfillment presupposes that career quality depends on how far the achievement of priority goals can realistically be achieved (Greenhaus et al., 2010) .
Final considerations
The objective of this article was to propose a concept and instrument of professional fulfillment, presenting evidence that corroborates the validity and reliability of both the concept and the instrument. One of the practical implications of professional fulfillment concept and instrument involves their use for career guidance and counseling, as it facilitates the mapping of people's career goals, allowing more informed professional decision-making, as well as outlining strategies for reaching goals. An instrument that makes it possible to identify the most important career goals, the current degree of achievement and the progress towards such goals represents a broad diagnostic tool for the area of career development and management. Therefore, career counselors could make use of the PFS to help people increase their selfawareness and develop career projects based on their priority values, besides assessing how close they are to reaching their most important goals.
One of the limitations of this research is that, when comparing the two parts of the PFS, it is observed that the degree of development and the amount of information addressed by the goal content part is, to a certain extent, higher than that brought by the goal progress part, which indicates that the latter can be improved. Another indicative of this refinement is that evidence suggests that people tend to exaggerate their mental representations of levels of progress in order to convince themselves that they are more likely to achieve their goals than they really are (Huang et al., 2012) .
Another limitation concerns the sample, which in both studies is relatively young and culturally homogeneous. Therefore, future research can be conducted to compare professional achievement among young people in different jobs, career stages and socio-economic contexts.
The absence of other types of validity also represents a factor to be chosen, since it would be pertinent to analyze how professional achievement can predict behaviors, emotions and cognitions. Longitudinal research designs would also be relevant to analyze how career achievement can undergo career changes.
Future studies on professional achievement should analyze its relationships with other career aspects, such as choice, planning, and development. Studies involving the possible backgrounds and consequences of professional fulfillment are also necessary, especially about which individual and contextual variables are associated with greater professional fulfillment.
